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ABSTRACT 

The McLennan Community College Multi-County Needs 
Assessment Project's (MAP) survey t^o identify employer needs is 
discussed in the document. The Business and Industry. Survey, one 
component of NAP, ir.as ^conducted in the central Texas area (Bosgue, 
Falls, Hill, and McLennan .counties) during 1974*1975. Survey 
developiient and procedures for its implementation are discussed, 
including objectives, data preparation, supervision, administration,, 
and data processing. Int'ervievers were selected from those who had^ 
conducted the Needs Assessment Survey, with training and supervision 
provided. A total of 127 businesses and agencies responded to the 
questionnaire; a random sampling technique was not employed. 
Questions coverifig general information, employee information, 
entrance requirements,* problems, and supportive education programs 
were asked. Analysis of findings is presented, with 10 charts 
supplementing the discussion. A listing of the various businesses, 
industries, and agencies contacted; the questionnaire; code manual; 
tab.ulated responses to the guestionainaire ; and a listing of local 
job openings current as of January 1975 are appended, information and 
data gained will be used to establish resource files for local 
curriculum planning, enabling school counselors, local educators, aiid 
manpower planners to concentrate on developing skill training areas 
specified as necessary by local businesses and agencies. (LH) 
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PROJECT OVERVIEW ' . 



The -U.S. Department of Health, Education, and Welfare, 
Office of Education (Adult Education), contracted with. -McLennan 
Community College Multi-County Needs Assessment Project (MAP) 
to design and initiate a survey to assess the felt and perceived 
needs and interest of the local population and the business 
community at the grass roots level relative to education and 
trainings 

The survey was .developed .and implemented in the^ four- 
county area (Bosque, Falls, Hill and McLennan Counties) sur- 
rounding Waco, Texas,. . 

The Multi-County Needs Assessment Project (MAP) was 
directed toward the following goals: 

A^ A survey designed to solicit the opinions of the 
adult -ij^opul at ion relative to their educational and 
trainilif' needs and the obstacles that they perceive 
^ in meeting their needs and interest, 

^ B, *An analysis' of the veducation and training needs of 
business arid industry and other agencies, 

' C' Creation of an inventory of the extant adult education 
and training picograms located within the four-county 
area. 

D, Building a model adult education cooperative based 
upon the/ body of information gathered and having the 
capability of designing educational and career develop-^ 
ment programs and new delivery systems to meet the 
needs of adults, • . • - * 

A series of related reports has bejsn prepared to, describe 
the survey .system 'and the results. The report series is made 
up of the following three volumes: 



Volume 1. The A-ssessmeht^of Adult Needs 
Volume 2. the Business and Industry Survey 
! Volume 3- Summarized .Highlights of the Findings^ 
in Volumes 1 and 2 ^ 

The report in its entirety is intended to benefit other 

community areas in that they may transfer concepts developed 

during t}iis project. Volumes 1 and 2 present the necessary 

stBps for the conduct 'of this survey or its components in 

other communities. Volume 3 presents the highlights of the ' 

* ♦ 

findings 'within .the four-county Central Texas area surrounding 
Waco, Texas, that will be useful to many types of agencies in 
this geographical area and may be translatable and of utility 
to agencies in other geographic regions. 

Goal C was deleted after a great quantity of data was 
gathered. The staff felt that such a publication Would be 
outdated very quickly and hence not worth the concomitant 
expenditure of funds and manhours. 

Goal D was predicated upon the effecting of a second 
year of project funding and did not become a reality during 
' the project although this project has contributed materially 
toward this goal and the goal is being viably pursued by other 
means • * * , ' 

\ 



'INTRODUCTION 

I 

/ 

The Business and Industry Survey is one component of the, 
^lulti-County Education Needs Assessment Project (MAP), a one- 
year project ccmducted within the Adult Education Cooperative 

area served by McLennan Community College, MAP has developed 

« <f 

a survey instrument to identify employer needs in this four- 
county area. The survey instrument was used in 127 intervf<^ws 
with business and agency executives from widely differing busi 
ness, manufacturing, and human service concerns. Information 
and data from these interviews will be used to establish 
resource files for local curriculum planning. 

Purposes of this Report 

This report has two major purposes: 

1, To systematically analyze the employee-skill needs 
of the business, industries, and agencies in the 
local area, ' 

2, ' To relate the information to local educators so that 

their curriculum would reflect courses designed to 
assure career opportunities "and progression. 

The reader will gain a better perspective of the role 

of the Business and Industry Survey in the MAP Project by 

reading the other reports iif this undertaking. The Adult 

Education Needs Survey is described. in Volume 1, 

4-> 
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I BACKGROUND- AND PROCEDURES 

The Rusiness Survey . 

V.olume I of this series describes the survey of the felt 

and perceived educational need§ of adults and its .application • 

in the MCC Adult Education Cooperative area. whicJi consists of " 

four component counties Bosque, F^lls, Hill, and, McLennan. ' * 

■ • ' ■ • ' •■ 

.As a part of the Multi-County Ass'essment Pro j.ect . (MAP) , 

'the major function of the Business and' Industry Survey is to 

provide service resource information Information must be 

* .* , , * ' • ' • 

avai^lable that enaljles .planning by educators, counselors, and 

manpower agents which reflects the latest job-skill information. 

* ■ , ^ 

Pians exist in the four-county Coop area for using the* data 

"obtained in the survey for three purposes:. 

Jl. To compile repprts for local educators" and school., 
.administrators which point out skill training, areas 
specified as necessary by business and. agency concerns, 

2. fq compile reports, for manpower agents sq" that planning 
efforts will be concentrate,d in specified skill training 
areas. 

3. To outline the most-wanted ^kili area for local 
jobs , "^making counselors more knowledgeable when 
consulting with, students about careers. 

♦ 

The Design and Implementation of the 
Business and Industry Survey Instrument 

As previously mentioned, the primary users of information 
produced by the Business and Industry Survey are local educators",^ 



manpower planners, and school ' co.unsfelors In this section we 
discuss the design requirements which guided both the construction 
of the' survey instrument and the subsequent use of the instrument 
in the business, industry, and agency survey process in BosquB, 
^Falls^. Hill and^ McLennan counties* 

Coding procedures followed in readying the survey data 

fot use are also presenf-ed^iti the section of this report'on . 
• * 

'Data' Preparation • * ^ / 

> Survey Design * * ^ . ^ ^ " ^ 

• The actual development' of the biisiness and agency survey 

' ■ ^ , * • .. ' ' . . 

instrument .was the result of several months of concentrated 

' , * ' *.,■«,* 

effort, by the MAP staff, E)t'perts ,in various educational and 
manpower, areas reviewed''^elAininary drafts of the survey instru- 
ment, and mp^if ieations cf£ the instrument were based upon these 
"reviews arid a limited, pre-:j;e's't . Implementation of the survey 
was, facijitate'd through 'tti&'ef.fq.rts, of the chambers of commerce, 
indepe-ndent school' districts , and ^service agencies. The admin- - 
-istrStors.of McLennan Community College formally introduced 
the survey to. businesses . and agencies via letter and thereby 
helped, to secure the cooperation and commitment of executives 
a.nd "Administrators in the survey process. 
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Design and Consideration * - , 

The survey instrument consists of questions to obtain 

data "in each of the following categories: . ' 

I* General Information incloides' basic inf ormatiofi 
.about the business or organizati.on, such as name,/ 
address, telephone contact persons, accessibility ^ 
by public transportation, and classi'f ication • • 

2. Employee Information- — includes number of fu.il and* 

part-time employees, sex pref.erred', desirab^le. education 
level, approximate starting " salaF/, ^ * 

, 3. Entrance Reqliirements contains inforjnation on age \ 
and educational prerequisites and necessity. of previous 
job .experience • , , ' ' , 

4* Problems includes informatio^n ori typical hiring 
problems -and skill- training^needs: of hew employees, 

Supp*ortive^ Educational Programs includes- programs 
mentioned, by employers 'as necessary or lielpful to 
success 6f business ofc agency,^ ' * ' 



Project Objective 



Specifications in the MAP grant and' discussions witV educa- 
tors and manpower planne.rs provided tKe basis for the. five ^ 
objectives of the survey, ' * 

1, Determine the Jmpact of^educational and training 
programs on hiring policies for entry-level jobs; - - 

2, Obtain statistics on iiujnbers and types of entry 
level jobs • , . ^. . 



3, Document whether ^educational and training programs 

ar^e perpeived tp be adequate for entry- level po^dttions, 

4, Determine the o^xpected* incre.ase *ot^ .decrease in indus- 
trial, and/or vocational-fype jobs, ' 

# • * 

5, Explore what employers perceive as the most important 
and desired characteristics in new employees. 



The utility of . the -survey for it's users should be ba^ed 
upon how weil the questions elicited responses to meet the above'' 
obje^ctives. ^ Hie survey instrument developed and implemented'" 
in this project is an innovative "tool and has proved ^fjfective 
in generating information to satisfy its intended purposes. 
The. read^r-^ill ruote that the questionnaire was not pr.ecod.ed, 
necessitating a transfer , of information to code sheets.. The 
'diversity of "information received was far gre^iter than if a ; 
closed questionnaire had been used. The questionnaire and code* • 
irtanual are contained in the Appendices: 

' ■ ' ^ ' ^ , \ * » 

' J)ata P.r'eparation . ' ' 

When completed, the coding sheets were^used for ojie. . . 
majpT purpose. Survey information ne.eded to construct a plajihing . 
dstta base and pl.anning report w^s keypunched from^the code sheet?. 
Bulky Information was not disregarded but recorded* sejiarately 
and is interspersed jthroughdiit the data analysis,* The organi- 

. zation. of 'the .survey .data for analysis including transfer to 
the "coding sheets involved a tedious 'but relatively uncomplicated 

..process.., ; • -V' ' ' . 

Because '-employers were allowed to, supply <their own answers 

to seventy percent of the questions, a code manual that would 

hp .applicable to' every, ans \r was .nQcessary, The manukl was^ 

finalijzed af-ter a brief inspection of replies to various questions 

It wAsat this time that the sta£f determined the utility. of ^ 
i * • ' 

'•employing ya* range for several' questions wh?.ch 'allows fox nior^e 

flexibility'' while including eyei^" respon-se. '\ * 



^ E^ach .questionnaire was numbered, and for the .staff.' s .put..- , 
•poke, this riumbet supplied the respondent's identification' orT • . 
the IBM card, ^/After^ the ID was keypdnehed into the^first three, 
columrts" on the- IBM card, fhe next two^ folumns code' the city and. 
county where the ijiljerView was conducted. The /remainder of tfie 
columns, six through seventVTtwo, record the. coded survey data\ 

' Survey Implementation /' / * \ . ^ 

- ' Securing -the commitment o"f' businessmen and administr'ators 

, ' - 

to"participate in the survey, was facilitated by the efforts of* 

-several organizations' in/the counties of Bosque^ Falls, Hill, and 

McLennan, who wer-e in agreement .on the need for such" a Purvey, 
* ✓ » ' » ' • \ ^ 

^ A.,major decision, of-the MA^ staff was wh'ether or. not 'to 

limit th.e survey to;a specific number, A random sampling tech-' 

nique .'was posfei^le in Ihe W'aco metropolitan area, but the same 

' techniqvie- *in the rural counties would have been untenable, Ti^ere 

fore; *an atrbitrary cut-off of a minimum of fifty employees tor 

every business ^ in ^ the four-county area was selected. The 1074 

• 

Directory of Texas' Manufacturers ^ was used as the basis for , 
^selection *'of local industries to be interviewed; The Directory 
classifies industries according to size by .county or metropolitan 
area,j All 'industries coded as four (at" least- fifty employees) ^ 
or greater were selected, / * . ' 



;^The 1974 Di-rectory is the^ twdniiy- f if t-h ^edition published 
by the Bureau ot Business Research^ of . tfie University of Texas at 
Austin, In the protess of developing the 'entries; reach manu- 
facturer in the State Was contacted from a list provided bV city 
and regional chambers^qf commerce," Replies Were received at UT 
ff?y?fr seventy percent "^f the manufacturers/ * , 



9 

Si^e was not a consideration in selecting l9cal agencies. 
The Waco Chamber of Commerce list was cross-checked with a 
lis-ting of agencies in the four counties found in two" Heart-of- 
Texas Council of Governments publications -- Regional Directory 

and A Link to the Outside World: A Regional Directory of 1 

', ' f 

Services for the Aged. , ' ' 

As a result of these qualifications, 142 businesses and 
agencies were selected. A total of 127 wer^ actually used in 
the analysis. The missing interviews represent those employers 
who far their own reasons refused to participate and those 
businesses 'which had closed in'' the past year. 

It must be noted .here that becaus°e the survey did n.ot 
employ^a random ^sampling technique or interview the total popula- 
tion of businesses, industries and' agencies in the four counties^-, 
statistical accuracy cannot be cbmput^d. Although validity can 
be questioned, the^ reader must keep ''in mind the survey's intent; 
to obtain general information for planning purposes. An assump- 
tion of the^ survey is that larger employers could provide the 
information trends.' ^ . ° ^ ' 

Securing Interviewers * ' ' ' • ' 

Survey interviewers were selected from men and women who' 
conducted the Needs Assessment Survey in November. It was decided 
that seven interviewers could comfojtably complete their assigned 
: interviews in a two-week period because the interviewees were 
executives who in their business and agency settings operate 
from eight to five. . 



training Interviewers 

Because the survey instrument is highly structured, .an 
extensive training session was not required. Also, the inter- 
viewers had each completed a two-day workshop in preparation 
for the previous survey. 

The MAP staff did conduct a day long training session to 
acquaint interviewers with the differences between the two 
questionnaires (Adult Needs Assessment and. Business and Industry) 
and the method for contacting executives and making appointments. 
As before, heavy emphasis was placed on role playing as a train- 
ing method. Two staff members participated in the first role- 
playing interview,' one playing the part of an executive; 



V 



• Interviewer trainees , observed and recorded responses of 

the executive: The exercise was frequently interrupted to 
instruct interviewers on the rationale for various questions 
and procedures. '\ , » 

The training process continued after the beginning of the 

survey. ^Careful"' review oi- initial recording fo^ms provided the 

basis ^fpr feedback' to' interviewer^ so that procedural errors 

% • ' 

could be corrected. . * -{ - 

Supervision and Administration * , - 



* MAP staff pro^vided .supervi^4;on 'and management of the 
survey, The<se activities includ.ed. assigning surveyors to 
industries and agencies, onsite checks, and telephone contacts 
with executives who had questipii's or reservations about the . 
O survey. ' ' . tr ' 

ERLC ^ 



Data Processing ' ^ 

.Electronic data processing was used in analyzing business, 
industry, and agency survey data. Only, minimal da;ta processing - 
and programming costs were incurred since an already developed 
package of programs was readily available. Needed frequency 
counts and histograms were readily obtained. 

Programs used are contained' in the ''Statistical Package 
for the Social Sciences (SPSS)-V. SPSS provides for preparation, 
and editing of data, as well as descriptive and analytical 
statistical analysis. Commands to the SPSS system were well 
documented in a user's manual and the system allows for different 
analyses (done/ sequentially) on a single data file. 
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II ANALYSIS 

The following are factual statements about findings from 
the survey of industries and agencies. 'No attempt was made in 
the plaivning phase to make the sOfvey comparative to previous 
industrial surveys in the area; the' purpose was different from 
other research because the survey sought information for educa- 

a 

tional planning. Original data in chart form is provided in 
the Appendices for the reader's' iiiformation and interpretation/" 

' A total of 127 executives and administrators responded'" 
to the questionnaire. According to the following chart, the two 
categories o£ manufacturing groups and wholesale and retail 
trade accounted for the majority of respondents,^. These three 
categories were evenly distributed through the urban and rural 
areas; therefore no bias should be created between rural and 
urban responses. 



^Sixty-six percent of the urban and fifty-two of the 
rural businesses are engaged in hard or soft manufacturing 
and' wholesale and retai-1 trade 



* X 
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CHART I 

Manufacturing Product/Service Provided 



\ 



Government (10.2%) 

Medical, Health, Legal (15%) 
Finance (1.0%) 

Wholesale-Retaii (18.9%) 

TransportMtion/Communication, 
Utility (3.9%) 

Manufacturing— Hard (26%) 
Manufacturing— Soft (18.9%) 



Agriculture, Mining, 
Construction (5.5%) 




10% 



20% 



30% 



It was decided to use the standard classification, used 
here by the chambers o£ commerce, to group agencies and industries 
by size. Based upq.n approximations, the classification scheme 
allows, for a manageable reference of full-time employees. 
Although a cut-off- .point of at least' 50 employees had been 
specified, interviewers in. the field found that the Directory ' s 
coding system was sometimes in error.^ The staff decided to 
interview all predetermined businesses and agencies, regardless 
of current size. 
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CHART II 

Comparison of Full-Time Employees 1974 and 1975 



A. less than 50 

B. approximately 150 



C. approximately 300 

D. over 450 



A 

^075(20.5%) 
19>. -^5.7%) ^ 



B 

1975 (53.5%) 
1974 (59.1%) 



C 

1975 (17.3%) 
1974 (15%) 



J) 

1975 (8.7%) 
1974 (10.2%X 
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20% 
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Over the year in "question, 1974-75, the category of businesse 
and agencies with fewer than S'O employees and those with approxi- 
mately 300 employees witnessed an increase. Meanwhile, the 
categories of "approximately 150" and "over 450" saw a -decline.^ 
The movements seems to be a general decrease in overall employees 
by agencies aTid industry. (Businesses which closed in 1974 and 

■ 1975 were excluded from this analysis.) Sixty-eight percent 
of respondents en)ploy part-time workers;' thirty-two percent do 

, -not have part-time holp on their payrolls. 

-11- 
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Responses to minimum hiring age ranged from 16 to 25 
years of age. Sixteen and seventeen were mentioned 53 times, 
while eighteen was the minimum hiring age 68 times. .This 
question is of particular interest to educators because 41.7% 
of .employers hire school-age children. An age range of ^nineteen 
to twenty-five was indicated by 4-7% of employers. 

When questioned about hiring practices, 94-5%' of those 
interviewed indicated that they hired both males and females. 
The remaining 5,5%, those hiring either males or females 
exclusively, were in the manufacturing category- 



Below 
High School 
(89%) 



High School 
. Diploma 
(11%) 



Associate 
Degree 
(0%) 



College 
Degree , 
(0%) 



CHART III 
Minimum Educational Level 




0% " 10% 20% 30% 40% 50% 60% 70% 80% 90% 100% 
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According to the preceding chart,. a majority of employers, 

88.2%, indicated that they currently hire new employees without 

a high school diploma or equivalent. Only 11% set a high school 

diploma as an educational requisite for employment with their 

firm, A classification breakdown follows for those firms and 

agencies in this survey .who stated they did not require a high 

school diploma' for various entry level positions. 

Agriculture, Mining, Construction 86% * 

Manufacturing, Soft ' 100%' 

Manufacturing, Hard * , 94% 

Transportation, Communication, Utilities 80% 

Wholesale and Retail Trade 96% 

Finance • 0% 

Medical, Health, Education, Legal 68% . 

Government * 84% 

Employers were given the opportunity to^ express a desirable 
educational level for new employees. Because many businesses 
and agencies have various employment entrance levels , interviewees^ 
could select several educational levels as desirable ;5 The 
Appendices display the groupings mentioned and the following 



is a rank order, in the jiumber of items spepified, that an 

educational level was mentioned whether alone or in conjunction 

with at lease one other level. 

High School GraduaJt;^,,>irj 10^8 

College Graduate (4 year) "25 

Less than J4igh School Graduate ' 16 * ' 

Associate Degree *' 15 



^For this reason, total percentage for question eight will 
d 1001. 



exceed 100%.* 

-13- 
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In this^area, th*e high school diploma appears to-be the 
standard desired education as viewed' by employers, especially 
when it is realized- that a person possessing a high school 
education is mentioned 83 times alone' as having the most.desir- 
able ,"feducation level for 'employmentV 

Keeping in mind the minimum and desirable education levfels, 
a question concerning previous work experience is interesting. 
An overwhelming majority of the employers interviewed (83. 51) 
required no previous wprk experience of new employees, Approxi- 

4 * 

mately one year's experience was required by 10 ,2% of employers 

* » 

while one to .three year's work experience was requested by only 
4.7% of the interviewees. A possible explanation for the gap in 
expedience "is the fact that .86.6% of the firms/agencies contacted 
provided on-the-job training f or ""new employees. 

CHART IV 
Primary Source of New Employees 



Advertising (11.8%) 

Friends t^nd 
Relatives (8.7%) , 

Employment Service 
(includes TEC) (26.8%) 

Colleges and 

Jr. Colleges (4.7%) . 

Vocational 
Schools (.8%) 

Walk-Ins (41.7%) 



Oth^ (includes 
Civil &<^*vice and 
Merit System) (4.7%) o 
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« The overwhelming source of new employees was cited as 
walk-ins according to employers (41.71 of ^ployers named this' 
as the primary source). This in itself poses a question as_to__ 
where the walk-ins received .their job information. Could it 
have come from a friend or relative, through an advertisement, 
or some other source? Private employment agencies and the Texas 
Employment Commission accounted for 26.8% of new employees. 4 
The vj^rious types of advertisements ranked third as primary 
sources while friends anS' relatives ranked fourth.' Placement 
fromcolleges, junior colleges, and vocational schools ranked 
low in this tally. Civil service and the merit system were 
cited by several agencies as their only source of new employees. 

Because so many of the businesses and agencies are located 
in the Waco Metropolitan- area , .a question on out-of -county 
employees was desirable. Only thirty-five (27.6%) respondents; 
in the four counties had no out-of -county employees. Estimates 
by employers ranged from one percent to more than ten percent 
on employees who commuted from another county to work. 

Only employees could respond to a.qu'estion concerning job 
satisfaction, but job stability appear's to bie the key word for ' 
a low turnover rate in the survey area. Whether the reason is 
in fact, job satisfaction or a narrow job market could not be 
ascertained from employers. Therefore, in order to solicit 
■ more information on turnover and its connection with education, 

4 '. ' - ' • 

In div.iding this category/ 'TEC was named twelve times as 
the primary source and employment agencies twenty--two times. 

O ■• • -15- .'. ' 
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employer.s who indicated a turnover problem were asked if prior 

training in a certain area would alleviate the turnover in 

entry- level positions. A positive response was received from 

almost 12% of employers. Technical an\l crafts training was 

'the type recommended most often by.those^who believed turnover 

\ ^ 
would- decrease With training/ Twenty-nine, percent were . 

certain whether prior training would decrease turnover. 



CHART V 
Entrance Level Wage 



$330-429 
(49.«%) 



$430-529 
(22%) 



$530-629 
(3.9%) 



$630-729 ■ 
(1.6%) ■ 



$730.over 
(5.5%) 
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Interpretation of Chart V indicates th'a't almos|: fifty 
percent (49.6%). of the exeeutives-' and administrators inter- 
Viewed considered a wage within the range* of $330 - $429 
Representative starting salary for a trained, nevT employee, 
This range is within minimum wage requirements, A higher salary 
•range of $430 - $'529 was named -by 2J% of respondents with the 
remaining 11,% dispersed through higher entrance wages. In ' 
'other Words, more than 33i of employers believe a h'igher ' ^ 
entrance wage to be representative of what a trained, nev 
employee should receive. Seventeen percent of employers gave 
no estimate for various Reasons, causing this question to. 
have the g-re.atest refusal rate in the survey questioffnaire , 

Almost sixty-five percent^^ the employers contacted had 

an employee retirement plan • The two types of plans described 

most often were prof.it sharing and/or optional retirement plans 

such as tax sheltered annuities, etc* Because ui tlie interest 

by senior citizens groups, employers who did have a retirement 

plan^were asked whether that plan would be made available to 

new. employees aged fifty- five and older. Seventy percent .of 

those employers who aad a plan "stated that ne^ employees aged 
• «» . . * ' 

fifty-five and oldfer would be eligible for their rjetirement 
program, . , ' . / . 

Employers were asked to estimate the average age of current 

' ■ 1 ^ . ' 

employees (see Chart VI, p. 18), The estimate reveals 'the' 

' ' • .<j • 

average; age to be high; ages between 30-39 and 40-49 years were 

cited overj 801 of the time. - • . ' 

■J 

^ ] • . 
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\\ - Average Age of Employees 



20-29 
• y/o 
(9.4.%) 



40-49 

" yo 



50-59 

y/o 

(2.4%) 
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.A^question pertaining to missed work' days du.e, to 'health / 
problems appears to have ^caused misunderstanding Uen^ the data 
is examin.ed; The estimates do not vary greatly .from ;yj)eIow ten 
percent" to '^on^ hundred p.ercent/V but a^re eVerily di^sp^rSed- ^ 
Perhaps the^ confusibn was due to the >ct that; /alTrd.l>;" related 
illnes§ was- not ejfciuded in the q^uestion, le'aving, it open for 
employer interpretation Whatever the reason, c'on'fu^on ^s 
.apparent, making response validity questionable. , 

Accessibility by public tra^nsportatiori wa's a pertinent ^ 
question in the Waco metropolitan area. Almost forty-two 
percent of the firms^were sprved by. public transportation ; ^ 
more than, half of' these were served within walking distance. 

■* 

f 

• ^-1'8* 



A -substantial .numbef^of busine>s§es and agencies (22%) 'within 
* ♦ x-,, ' ./ . * * 

■ . the metro area were not I'ocated ne.ar a bus route. This question 

" • 'tf' ' . } . . *• 

^ also carries implications fckr senioY citizens and. potential 

>'•"""'■" ^ ' ■ . • 

^employees'without private transportation* - 

^' *i . ' • 

V : ' , ■ ■ • . . . 

«:fifty-one percei^t of employers interviewed indicated no 
. ^ . ^ • ' • • . . , 

probleln fi^nding qualified employees.' The remaining 491 were 

^ given ah opportunity to'specify the job categoi;ies which were 

^ r » • 

^difficult 'to fill,^ The following is a rank order of frequently 
menti'o^ned categories^:. 7 ^ ^ • 

» Technical/M^echanical 48 (38 .SI) 

Professional . , 8(6-3%) - * • ' . \ 

\ ^] vQfficq Skiris/Seoretari^-l , 7(5,5%). 

"^'^ , Managejnent * 4(3,2%) ' * 

Social ,Sertvice 4^^3,24). " " 

' Salesmen j ^ 3(2,,4%)- 

Simple calculations will show that the technical/mechanical* 

field was recognized as the are^ in which jobs are most di/fi-cult 

to fill since it was named >y .employers twice^ as ifi^ny times as 

* * - _ 

all other categories combined, ^ ' 

When asked whether prospective employees should be better 

^trained in any skill, more than a third , responded that 'better 

training was not necessary. The, remaining severity petcent who 

believed new employees should have better s.kill training before 

coming to the job expressed training needs in much the same 
• * * 

rank order^as in the above listing, . ' , 



, ^Becausp each employer could list more than one category,, 
the j^Qb type perce.ntages , when totaled,' will exceed 49%, 
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-Techncial/Mechanica-l ■ : 5*5(44.2%) ' ^ ^ *_ 

Office Skills/Secretarial ^ 18C14.3%) 

Pro £e s slona 1 ^ " ^ • . . l-0.( 7.9%)-^ 

Management ° . ■ > " 8.(6\-4.ls). . 

■-Salesman ' - 8(6.44) , . 
Social Service . • •6,(4.8%) " . 

The. largest single category" mentioned (not in conjunction with 

others) .was the top finked teChnical/mechanical field - 35.4%. 

' ' ' ■■ ; ■ '■ " " . 

• The ^previously discus'sed question of_ turnover and the l^ack 
. of it is r.eflecteTd.;.in; a 'response by eighty percent of ^local 
employers who" could lisi ,no positions they were unable to fill 
from within. their organization. "Uinder five positions" that 
could not be \fUled .through promotion were open in , each of, 
eightetenv industries and agencies. Four firm's had'^less^^than 10' 
positions each .that were open,* and only one, f irm h^d''^ more than' 
fift'^en open positions.^ Those employers who h-^ job openings 
were 'asked if they would be willing to help,^heir employees meet 

tuition expenses for the necessary skii;ir training. Six percent 

■ . ' • 

were'- positive ,on the suggestion vyhile ten percent were negative. 

An importaftt question for curriculum planning was whether 
ap employer would send or encourage an employe.e to. attend a 
course in a necessary training area if one were taught at a 
".convenient time and place.. Fifty.-seven percent would encour- 
age the employee to enroll in the class; within the group, 
thirty-eight percent would agree to help with tuition expenses. 



general listing of positions open in firms contacted , 
. is found in the Appendices. , ' 
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thirteen percent of those questioned would neither lend 

r* * 

encouragemQiit nor help with expenses. 

> 

' ^ '^•After work hours'' was considered, the most convenient time 
, class from the employer's standpoint (42.5%). - Nine percent 

h?t<i '^•no, time preference'* while four percent would have allowed 
• clasps attendance during working hours. 

Almost thirty percent of ^mployer-respandents considered . 
training programs in colleges and technical schools adequate 
for the competence required fo^^their operations. A concentra- 
tion of better programs in .technical education locally was 
requested by 48.8% of employers while 6.3% believed college • 
courses should be increased loyally. Almost twelve percent 
(11.8%) held that a combination of the two technical and 

» '* 

college courses should be increased in the area. 

As stated previously, the majority of Ipcal industries 
• and agencij^es provide on-.the-job training for new employees. 

Over forty percent who have OJT would prefer' that presently 
' employed "personnel receive formal training in a college or 
technical school. Satisfaction of t}),eir on-the-job training 
was voiced by 37.8% interviewed. Only 16.5% do not have OJT 
of which almost S% desired formal traiaing for their employees 
to improve job skills; ' , - 
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When asked about specific training courses that, if 

taught by a vocational 3chool or college would benefit their 

firm, twenty percent replied there were none. The approximately 

80% of employers who named courses were asked to list as many 

job categories as they felt^would prove beneficial to their 

firm, if implemented and attended/^ A rank ordering of this 

list follows with a frequency count for number of times mentioned 

Technical/Mechanical 
Secretarial/Office Skills 
Business /Management 
Engfineering 

Psychology/ Interpersonal Relationships 
Salesmanship 

Other (includes Nursing § Law Enforcement) 5 
Computer Programming ' • 3 



68 
19 
18 
'9 
8 
7 



CHART VII , 
Major Problems for Employers in Hiring 



,No Problems (11%) 

Not Qualified (28.3%) 

Lack of Job 
Interest (24.4%) 

Dependability/ 
Honesty (10.2%) 

Job Competition (6.3%) 
, Salary 

Expectations (4.7%) 
Sliding Economy (3.9%) 

Turnover (3.1%) 
Welfare and 

Unemployment System (.8%) 
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CHART VIII 
Solutions to Problems in Hiring 



No Solution (.8%) 

Don/t Know/Doesn't 
Apply (38.6%) 

Increase Training 
Programs (21.3%) 

Cut Welfare & Unem- 
ploym't Pmts (15.7*%) 

Motivation 
Training (6.3%) 

Higher Wages (5.5%) 

Change Hiring 
Practices (4.7%) 

Healthier 
Economy (4.7%) 

Change Society's 
Morals (1.6%) 
Impose Wage 
Ceiling (.8%) 




The major problem voiced by employers in hiring new employees 
was a lack of job qualifications by the applicant,^ Poor job 
'interest drew. the second highest rating from employers. Ranking 
as the third problem was lack of dependability and honesty of 
prospective employees; job competition in the area ranked fourth. 

The remainder of the problem received almost equal rating: 
high salary expectations, a doubtful economic picture, job 
turnover, and the current welfare and unemployment system, 

' Only 111 of local employers could summon to mind no problem 

^ encountered in hiring. 

One employer foresaw no solutio.n to problems of hiring and 
forty-nine employers could not identify a ready solutlron. 
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The solution to hiring problems most often cited an 
increase in pertinent training programs coincides with the 
major problem, A cut or revision of the welfare and unemploy- 
ment compensation programs ranked as the second solution 
although it Was the lowest-ranked problem. 

Motivation training ranked as the' third solution to th,e 
problems of hiring new employees while tjie need for higher 
wages paid to employees was rated a close fourth. 

Tied for the rank of solution, were a healthier 

economy and changes of in-house hiring practices. 



CHART IX 
Five-Year Employment Projections 



None 

MO- 

11-20 

21-30 

31-40 

41-50 

Over 50 

Replacements only 
No Estimate 



1975 


1976 


1977 


• MS 


1979 


15 


13 


13 


1'4 


14 


27 


28 • 


28 


24 


24 




14 


14 


13 


12 


9 


6 . 


6 


7 


> 8 


2 


2 


4 


1 


1 


3 


5 


4 


3 


3 


13 


9" 


8 


9 


9 


27 


28 


28 




28 


20 


22 


22 


28 


28 
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_ Neither an increase or decline in employment can be projected 
from Chart IX. Employers seem to estimate a status quo through 
1'979'. ' 

^ After employment projections were"made^ employers .were 
asked to estimate by' percentages the proportion , of their work 
force without the high school diploma or equivalent. The 
question asked for a percentage so that analysis between large 
and small businesses were comparable. Answers from, businegses 
and agencies, ranged 'as follows: 

No employees without HSD - 9 

101 employees without HSD 41 

'20% employees without: HSD 12 . ' 

301 employees without HSD * 9 . ' - 

40% employees without HSD 6 

50% employees without HSD 15 

Over 50% employees without HSD ^ 13 

Uncertaiin of employees', education^ 22 

These figures coincide with the answers employers gave 
to the* questions on an ^applicant's necessary minimum educa- 
tional level where it was foun^ that'' almost 90% of employers 
accept employees with^'less than a high school education or 
equivalent . 

When asked whether they would continue to hire employees 
without a high school diploma, the. above pattern was generally 
continued:- 
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No employees without HSD 
10% employees, without HSD 
20% employees without HSD^ 
30%' employees without HSD 
40% employees without HSD 
''■50% employees without HSD 
Over^50% employees without HSD 
Uncertain' whether hire without HSD 



20 
42 
14 

r 
i 

23 
8 

11 



Since approximately 70% of employers will continue to hire 
applicants without the high school diploma or equivalent, they 
were asked to list . the^ special skills that they would require 
of these employees. Answers were ultimately grouped in six 
broad categories and employers could, list more than one . entrance 
skill. 



a. 



Technical /Mechanical 
Secretarial/Office Skills 
Salesmanship 
Social Service 
Data Processing 



32 
11 
4 
*4 
2 



"No special skills will be required if prospective employee - 
has no high school diploma" was th6 answer most often received 
(40.9%). This response reflects a previous answer that no job 
or skill experience is required of new employees by the majority 
of employers. 



Employers were asked to list training programs which they 
felt contributed to the .success of their operation and its employee 
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Several named specific schools but in the-final analysis, only 
the category .of the program offered was listed. The categories 
are ranked below according to, their absolute frequency by name. 



On the^ Job Training -61 

Technical/Mechanical " 23 

Business/Management 21 

Social Service 11 

Secretarial/Office Skills 9 
Psychology/Interpersonal Relationships 8 

Sal^esmanship 4 

Data Processing ' i 



Apparently, employers esteem \their on-the-job training programs 
as having the essentials for a good training program since 48% 
answered with on the job training, 39% giving this answer 
exclusively. 

Almost three-fourths of executives and administrators 
interviewed felt that 'training by local educational institutions 
was adequately meeting their employee needs. ^The r,emaining 
,twenty-five percent named skill categories in which they felt 
employees should be better prepared to meet employment needs. 
A rank order frequency again points out the need for additional 



technical and mechanical programs: 

Technical /Mechanical 26 

Social Service • . .4 

Management * 3 

Salesmanship 1 

Secretarial/Office Skills 1 




\ 



Those exeQutives and administrators who felt moi^e training 
programs were necessary were asked the amount of training they 
were prepared to provide. Four percent answered they would 
not provide any training while eight percent said they would 
provide 100% of the, training. Only two other categories were ^ 
answered: 3% would provide 10% of necessary training and 
2% would provide fifty "^percent of training needs. 

. A concluding questipn provided Chart X. Employer^ were 
asked to list the most important charactetistics of what they 
considered to be a good employee^ they revealed that tlie-top 
four characte'ristics wiere honesty, 'dependability, loyalty and 
dedication, and job interesjt_ and conscientiousness. Close 
inspection of replies , to this question will be useful to edu- 
cators, counselors, and manpower planners when considered with 

« 

the total findings of this study. 



CHART X 

Most Important Employee Characteristics 



40 y/o married P. 
Self-respect 
Education for 

Position 

No Criminal Record 

Analytical . > 
Respect Superiors 
Sober/Youngf 
Safety Minded. 

Patient, Thrifty, Mature 

Ability to Communicate 

Tact * 

High Morals 
flexible/Sincere 
integrity 

Aggressive 
Energetic, Stable 

Personality 
Past Work Experience 

Ambition 

Highest Possible Ed. 
Health/Good Habits 

Aptitude 

Friendly 

Neat Appearance 

Good Attitude 
Self Motivated 

Punctual 

Good Attendance 
Gets Along w/Others 

Responsible/Reliable 

Well-Trained 

Willing to Learn/ 
Cooperative 

• Willing to Work 

Job Interest 
Conscientious 

Dependable 
Loyal/Dedicated 

Honest 




10 



20, 30 \40 50 
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APPENDIX A 



BUSINESSES. INDUSTRIES AND AGENCIES CONTACTED 
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BUSINESSES^ INDUSTRIES AND AGENCIES CONTACTED 



Alamo Steei S Machine .Company ' ^ . 

American Amicable ^ife Insurance . * 

American Income Life * ♦ ^ - 

Baird's (Mrs •) Bakeries , 

Baylor University 

Bird-Kul'tg.0n 

Bosque County - * , . 

Brazos Concrete Products, Incorporated " ** *" 

Broadmore Homes « •> " 

Celtic Corporation \" * 4> 

Central Freight Lines " ' • * ^ . 

Central Texas Iron Works 

-Centurion Homes Corporation ^ * 

l^rtain-Teed Products* Corporation 
t^Ttain-Teed Products Corporation (Piping § Plastics Group) 
Certain-^Teed Products Corporation (Hillsboro) • 
Chemical Lime, Incorporated CClifton) 

Citizen's National Bank ^ ^ : 

City of Clifton 

City of Hillsboro / - ^ 

•City of Marl in ^ * ' - . * ' ; 

City of .Meridian 

City of Waco 

Connally Independent School District 
Cox, R.E, Company ■ ' ^ * 

Crow, R,M. Colnpany- \ . * 

Davis Iron Work^\^ . 

Double L Apparel M^ufacturing Company 

Dr. Pepper Bottling Qainpany . ' ■ ^ . 




ERJC • ' * . 



Economic Opportunities Advancement Corporation • 
Fab-Knit Athletic Manufa.cturing Company 
Fails County ^ **" , . " 

^Festival Homes of Texas (Hillsboro) -.'out of business 
First National Bank * ' 

Frank Smith § Sons Company 
'Gammon of Dallas, incorporated (Mart) . 
Gearench Manufacturing Company (Clifton) 
^Gibson's Discount Center 

Goldstein-Migel , . * ^ ' ^ : 

•Goodall-Witcher Hospital' (Clifton) • - . ' • v 

Graham "Embrodiery 

Grant-Buie Hospital (HillsBoro)' ■ ' ' 
Gulf States Paper Company ' 
Haywood Company ' . 

HEB- Food- Stores ♦ , • • ' ^ • 

Hijl Cpunty |^ 
'Hill Industries, Incorporated (Hillsboro) ' 

Hill Printing 

Hillcrest Hospital , " 

Hillsboro Clinic (Hillsboro) „ ^ 

Hiick Manufacturing' ' , • % ^ 

Ideal Company" . 

•Imperial' Wopdwork, Incorporated ^ 
isia'nd Plas.tics , ■ '■' ^ 

"^lC-i)*Manufacturi-n'g Company '* * - \ 
Kinder Manuf act\iring, Incorporated, (McGregor) 
K-Mart Discpuiit Stores ^ ""^ * 

Kreditor 'Manuf a'cturing Cbmpany^ (Hubbard-j 
La Ve'ga Independent School- , District ' ■ , 

■ Library Binding Company. . ^■ 

■ L L Sams .5 Sbn.s/Sams Manufacturing - - 
Lorch-Westway Corporation (West) . , ■ • 

■ Malouf Company (Hillsboro)- y' 



I * * 



"'Marathon Batte.ry'^\ComT5ahy' ^" r . . 

Marlin Mills^, Iijcarporated^ (Wp^rl^in) : T V ^l^] "^-V ^ \ ^ /, 



Mcbeiman County^ 
"^NfethodistiHohie ' 



. ^ : . 



f/ ^i^way Independent School District * ^ ^ 

\ Model L'aundjy .(Marlin) ^'^ - . ' . *^'^-S'*''- 

Mon^santo Epr^tillzer Company (Itasca) * • " 

Montgomery .Ward \^ * , ' * * . * I*"*' -'^^ 

Newspapers, IfuTopppjated' ' 

/^^0>^ens-IUinoig./Gia's'§ jPlaiit. ; V* 

r^^^r- Pi^giy Wlggly Stotef-" . • ' ^ , ' . . 

Pepsi-Cola.rBottlihg Company ^ r* - . ' 

Perm-arDWelf'CqrporatiOn (McGregor) . ^ 

Pure.) Ml tk, Company- . - ' * ' 

; 'Rangaire.JCorpo*ration '(Itasca) -> ' 

V- ' Ra'inboW Ba'king Coih^iany^VA . , - \ ^ - ' 

Rarinbow ^Garment 7&ompany-- . ' •^ . ^ ' 

Robinson I.ndtependent School District- , • . ' 

. Robintech, Incorpora.ted^(Hillsboxo) 

^ * - . ■ * « ^ » ' *** 
Rocketdyne ' (McGrp^or) * 

• - * . * .-^ A ' 

Rtfs^bud' Dtess^'s;, ^Inco^rpotated (Rosebud) 

" Round t^iock'^Lime Company (Blum) f . ' x ' ^ - 

* Sa£e*?ay"* Scores ^ ; . ^ . • . ' , ^ t " ' 

S!Sars- Roebuck Company ^ ' r ^ • 

Seven-Up Bcfttling ,^Coihpany * " ' * ' 

'Slater FoSd ' jSeryice fARA) ' ^ . ' * 

"Smead ManuJ^i^turing Company (*McGreg,or) 

'Smith Manu»actOring Company. " . * / 

\ Southiand "Corporation 

\^ Southwestern' Bel.l^N. _ 
^^rayberry Ha^idbags, Incorporated (Lagung^^Park), . 
*St^akley Brothers Chevrolet ~ " 

Success Motivation Institute Inoofporated 
Swift Company (Marlin) 
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Terry Industries of Tex-^as, Incorporated 
Texas Coffin Company 

Texas Concrete Works, Incorporated ^ 

Texas Construction Company (Blum) 

* Texas Farm Bureau 

Texas Highway Department 

Texas Milling Company (Clifton) 

Texas Statfe. Technical Institute^ 

Texas Power 5 Light , ' » ' 

■ Torbet-Hutchings-Smith I^spital (Marli'h). 

Town Square Furniture (Hillsboro) 

U. S. Post Office, 

Universal Atlas Ceonent 

Van vTran Electric' Corporation * ^ 

. Veterans Administration Hospital (Marlin) 

Veterans Administration Holpital -(Waco). 

« 

^ Veteran,s Administration Regional Office 
Waco Apparel,^ Incorporated , : 

Wapo Coca-Cola Bottling Company ^ 
Wacp Dress'^Company 

, Waco Independent School District 

*Waco State^'Home " * / 

Wallace Business Forms (Marlin) ^* 

Walls Industries, IncarpoT.ated. fCllf ton) ^ 

. Warren, Lisa Manufacturing ddmpany (Meridian) 

*• * " ' 
Welfare,. Departiifent of , Public 

' West Flbiir Mills, Incorporated * (West)* 

Wilson% Building Material Company (Cliftqn> * 

Winston Delaware, Incorporated, (McGregor)^ ^ 

Woolco Department Store, , ^ 



4 



^.Unless specified o\:herwi5e .by' name or parentheses,^ the industries 
and agencies listed 'are located in .the Waco metropolitan area. ^ 
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BUSINESS 5 INDUSTRY SURVEY II 
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FIRM NAME 



ADDRESS 



Name of Person Interviewed 



Teleplione _Position_ 



Manufacturing produce/.service provided_ 



1. How many full-time employees were on your payroll a 
year ago (January, 1974)? 



2'. How many full-time employees are -on your payroll at the 
present time? 



3.' .How many part-time employees were on your payroll a 
year ago (January,- 1974)? 



4. How many part-time employees are on your payroll at the 
present time? , > 

t * 

> - 

'5, '''what. is your minimum, hiring age? ^ 

6. Do you hire only males, only females, or both? 

. . , a • only males . - 

h! only females 

c. both ^ * . ^ 
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What is your minimum educational level (years . school 
completed) for employees? 



What is the desirable educational level for new employees? 

a. Profes-sional • i 

^b. Some graduate school 



^c. 4-Year college graduate 

^d. 1-3 Years of College (business school, etc.) 
_^e. High School Graduate 
_^f. 10-11 Years of school ^ 
_^g. 7-9, Years of school 
h. 4-6 Years of school 



Is experience required of new employees? ^Yes No 

If answer i^s .yes, how many years experience is required? 



How ^do you obtain your employees? 

: Advertising Colleges and Jr. Colleges 
^Friend^ and relatives . Vocational Tech. Schools' 



_. Employment service ^Walk-ins 



_Public schools referral ^Other (specify) 



Which of the above is your' primary source? 



What percent of your employees are "from outside* your 
county?^ ' 



Do you have a high rate of turnover in your entry level 
employees? 

Yes^ No . . .V ' ^ 
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12b. If yes, do you feel that prior training in a certain field 
would prevent the turnover? 

. Ifes No 



12c. What training would you recommend? 



13. What do you think a trained employee in your field of 
employment should expect as an entry level wage? 

$ per month? 



14. Do you have a retirement plan for all employees' 



Yes_ 
No 



If yes, explain; 



15. Will new employees age 55 and older be eligible for your 
retirement program? 



Yes 
No ' 



If no., explain: 



16. What is the average age of your employees? ^years of age 

17. In the past year, what percentage of missed work days 
was due fb health problems? 



18. Is your firm accessible by public transportation? 

^Yes 

' No ~ - ' • ' 



If yes, give proximity: 
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19. Does your firm have training for new employees? 

Yes (Please list the kinds of training you have.) No 



/ 



4 

20. Doe§ your firm have any problem finding qualified employees? 
' Yes (What specific jobs are involved-?) No 



21. Would like, to see your prosp^ective employees better 
trained in any skill? 

Yes_2 (In what specific way would^you like No 

to see them prepared?) 



22a. Do you curreatly have a, job opening that you have been 
unable to fill from within your organization due to lack 
of training? 

Yes No 



22b. If yes, how many? 



22c. Whatsis the type of training required? 



22d. If yes, would you ^be willing to help your employees meet 
. the tuition expense? 

/ ' • ' ' - 

lYes- No 



'39- 

ERiC • .47 



23a, iibuld you send, or encourage one of your employees to attend 
a course in the training areas you mentioned above if one^ 
were taught at a convenient time and place in (ci-ty)_ 



Yes No 




23b • If Yes, what do you consider a"^ convenient time? 

23c, If /es, would you be willing to help your employees- meet j)^' 
the tuition expense? ^ 

Yes " " . - No 
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24. Of the technical skills and professional competence required 
for your operations, which need better training programs in 
colleges or technical schools? . ' 



None 



25. Does your f irm .tra'in'presently employed personnel for "the 
purpose of promotanfi 'of adva?iciTig them? . ^ '"^ : > 

Yes (What jobs are^ involved?) • Mo . • - . ^ * 



(If. the answer'to the question was Yes, ask^the following 
question.) 

Would you rather have these people trained by a-forma'l 
institution such as a college or technical school?'- 

Yes No 



Are there specific training courses that if taught by a 
vocational school or college would benefit your firm? 

Yes (What specific courses do No_ j 

you liave in mind?) 



V -40- - ^ 



27a, What da you think is the major problem for businessmen 
in the area of hiring new employees? 



27b • How'cbuld this problem be solved? , 



2.8* How 'many new employees do you plan to hire each year for 
. the next five- years? 



a« 


•75 




d. 


'78 


b. 


'76 




e . 


'79 


c. 


•77 









29, rfow many of your present employees do not have a high 
school^ diploma or equivalent? 



30a- Do' you expect to hire employees with less than a high school 
diploma or equivalent* in the future? 

Yes ' . No 



If yes, approximately what number of employees will you 
hire w/o high school diploma? 



30b • If yes, what special skills or training would you require 
of these employees? 



31. List present training programs which you feel contribute 
to the success of your operation and its employees: 



■41- 



From your experience do you feel that the educational 
institutions in this area are adequately preparing prospective 
employees to meet your needs? 

Yes No 



If no, in what ways should they be better prepared? 



If no,, how much, of this training would you do? 



Woiild you please list the most important characteristics 
of what you consider to be a good employee? Be as complete 
as you possibly can and you are completely free in yoUr 
responses! 
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APPENDIX C 



CODE MANUAL 
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BUSINESS § INDUSTRY SURVEY 
.Code Manual 



Interview Number 001-500 

County and City 
1 Bosque 



1- Clifton 

2- Meridian 

3- Laguna Park 



Falls 



1- Marlin 

2- Rosebud 



3 Hill 



1- Blum 

2- Hillsboro 

3- Hubbard 

4- Jtasca . 



4 - McLennan 



\ 



\ 



1- Mart 

2- McGregor 

3- Waco 

4- West - 



Manu-facturing Product/Service provided 

1 - Agriculture, Mining ,^ Construction 

2 - Manufacturing, soft 
'3 - Manufacturing, hard 

4 - Transportation, Communication, Utilities 

5 - Wholesale^ and Retail Trade 

6 - Finance 

7 - ^'Medical ^ \^ 

8 - Government 



•44 
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'.1. ; 'Empioyees. "Full- time (197A) ' y 

■ \' - ■ • : . 

; ■ -3 '-'.c' ".- • • 

' 4 - , D ' \ > " ' ■ ' ' • ■ 

\ 9 - DK/NA- 

2. " Employees pull-ti'ifje. currently 

- 1 - A . • _ - ' ' , ■ „ 

*' . • 2, B , ■ 

• '3. ■ - C ■ • ■ ' ^ ' 

4 r D. , 

9'-''pK/NA- ' . 

% * * 

* * , \ " • 

3. Part-time Employees, January, 1974 

V 

. * 1 - .yes' \ • 
•2 ^ Jib " . 

9 - Dk/NA • • 

* \ • 

4. /Part-time ^Employees currently 

1 - yes ' ^ 

2 - no . ^ , * * 
9 - DK/NA^ 

5. Minimum Hiring Age 

• ^ 1 - 16.-18 ^ ^^ 

'2 - 19-25 . . ' : , ^ . 

3 - no minimum age ^ , 
9 DK/NA 
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Hite males,, females or both ■ , 

1' - *only male-6 ^ • * * . 
2 only female's * 

\ ^ bgth - . -\ / ' . — , 

9 '-'DK/NA \ ^ " ' ^ . 

Minimum Educational leyel 

1 - less than high scbool. graduate,; 

2'. - High ''School graduate 

3'- Associate certificate ✓ 

4^-- Co.llege degree 

9 DK/WA ' " * ^ 



\ 



Desirable educational level for new employees 

1 ' less than high, school 
2«- High Schopl ^graduate 
3' - .Associate certificate 
4 - College degree * > 

, 9 - DK/NA . ' ^ . 



Experience required of new employees 

1 - yes J approximately 1 year 

2 - ye^s,, '1-3 years' 

3 - no 

9 - DK/NA * 

Primary source of new employees 



^,none 

advertising 
friends 



9 - 



Other (Includes xivil 
service*^ Merit system 

DK/NA ^ . 



3 - emplpyment service (iSl'cludes TEC) 

4 r public schools' referral 
a - colleges/jr.. colleges'. 

6 - vocational/technical scHool^s 

7 - walk-ins - 



11-. Pe'rcentafg'e of employees from outside county 



2 - i-'iV- 

3 -^'-3r4%. * • 
4; - ;5rl0%' . • 
'5 - oyer lOi'- 
9 - DKANA 



■ v 



^ iZa^b. "Turnovler in entry-level employe^es ' 

1 - yes, and pt^or training *would help decTease^ turnover 

. ' ' 2 - yes, but uncertain \f prior training would help 
• decrease turnover \ ' ' . • 

3 - no turnover^ ^ . ... * 

/ ^ \ 

^ 9 - DK/NA ' ' • ' • 

' • ' J2c. .Type of training recommended , ^ 

•V . 1 - on-the-job • ' *' * ' 

2 - technical /crafts , - * . 

3 - salesmanship • . ■ ' 

4 T business machines/secretarial ''^ . 

5 - management , . ^ * ^ • , 
; 6 - interpersonal relationships- 

/ 9 - DK/NA ^ _ ' . 

/ ^ ' * 

. 13;. Entrysil^vel wage per month (if by hour, based on 40 hour 
. work week) . " 

, 1 - 1330-429 / 

" 2 - $4 30 -5 2-9- \ 

.j'J^ $530-6*29 ■ , ' • - '■ ", ^ ; . 

'4 - $630-729' ■ ' ^\ 

5 - $.7^30 and over ' ^ ' • ' ^- ' ■ . 

9 - no estim^-t'e "fo,r -various reasons " » 



14. Re-tifei^ent Plan 

Vj^ yes 
2 - no 
9 - ..DK/NA 



15*, Eligibility of 55 year/oldso^for retirement plan 

■ ■ . ■ . . ■■ ■ . 

^ 1 - yes 

2 - no ' ■ . . 

9 - DK/NA ' . . 



16. Average Age of Employees 



1 - 20-29 

2 - 30^-39 
5 - 40-49' 
4 - 50-59 
5. - Over 60 

•9 - DK/NA 



17." Percentage of work days missed due to health 

1 - none , - 

' ' 2 - 10%. or , less ' ' „ 
„ .. 1 - approximately 25% 

4 - approximately 50% 

5 - approximately 7 5%° 
.6 - approximately ,100%-' 

V ^ 9 - DK/NA . . . - _ ' . 

Firm's 'accessibility*' by public transportation 

*■ ' * 

1 - yes, within a block* 

2 - yes, within walking distance 

3 " no \ . \^ 

4 - NA in hon-metropp>i"^a'n are'a - ' 
9 - DK/NA ^.^^^ 



18 
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19. On-the-job training for new employees 
X - yes 

2 - no ' 
9 - DK./NA 



*2p. Problem finding qualified employees 

,1 - yes, office skills/secretarial 
2' - yes, technical/mechanical . 
.'xJ 5 - yes, social service 
4 -.yes/ management 

|( ^ *5 - yes , " salesmanship 

" V 6 " yes, professional ' ^ 



7 - .-no , 

S - DK/NA - ^ 

21\. Should new employees be better trained; 

1 - yes," office skills/secretarial 

2 - yes; technical/mechanical 

3 - yes, social servicev * . , , 

4 - yes, management 

5 - yes , ^salesmanship 
yes , professional 

'9 - DK/NA^\ 



22a§b.^ Job opening unable to fill, and number 

1 - yes-^ less than 5 

2 yes, less than .10 

3 - yes., le'ss than IS , 



'^4 - yes , 15 or mo^e 
5 - no ^ • 
.9 - DK/NA • 



22c* Type of training required? 

, .< • 

i 

1 • - secretarial 
< * 

'2 - technical • - 

3 - mechanical * " 

4 - professional 

9 - DK/NA ' ^ 

22d, Employer willing to help with employee's schooling 

1 - yes . " 
/ 2 - no. 

9 DK/NA 

23 95c. Encourage employee to attend nearly class and help with 
tuition 

r - yes, and help with tuition 

2 - yes, but not . help* with tuitiprf 

3 - no, and help with ..tuition , , V' * 
' 4 - no, .and "hot help with' tuition • ^ ^ 

9 - DK/NA ' ' ' ' 

2 3b,\ Con>^enient time for class ^ 

1 - during work hours . . . 

2 - after work hours 

3 - no preference * 

, 9 - DK/NA . . . ' ' , ' 

24, Skills which need better training programs 

1 - technical schools \ 

2 - colleges \ • - 

3 - both < • , 

4 - none 

9 - DK/NA . . ^ 
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25. In-house training to promote employees . t 

1 - yes, and alb. want people trained at college/technical 

school ^ 

2 - yes, but rather have on-job training 

3 - no, and want people trained at college/technical school 

4 r no, and do not want formal training for employees 

9 - DK/NA : ' ' ' ■ - - 

* # 

26. Courses to benefit firm 

0 - none 

1 - Business/Management 

2 - Secretarial/Office Skills 

3 - Computer Programming 

4.- Technical/Mechanical - . 

5 - "Psychology/Interpersonal Relationships 

6 - Salesmanship 

7 - Engineering .» 

■ 8— Other (includes Nursing and Law Enforcement) 
9 - DK/NA 

27a. Major problem - hiring: new employees 

0 - no problems . ' . • - 

1 - not qualified 

2 want too much money 

^ 3 - economy sliding ^ ' 

4 - welfare system ; 

5 - dependability/honesty 

; 6 --lack of interest on part of employee 
T - turnov.er 

8 - competition 

9 - DIQ/NA 



ERIC 



51- 



59 



1\ 



27b* Solution to problem 

0 - no solution 

1 - more training 'programs 

2 - wage, ceiling 

3 - healthier economy 

4.- re.vise/cut welfare system 
* 

5 - change' n^orals of society 

6 - motivation training. 

7 -'change in-house hiring practices 

8 - higher wages 

9 - DK/NA 

28a, How many new employees in 1975? 

1 " none 

2 - 1-10 

3 - 11-20 

4 •■- 21-30 ^ .-. 

5 - 31-40' ' 

6 .- 41-50 , . • 

7 - over SO' , 

8 - replacements only 

9 - no idea/DK 

28b. How many employees in 1976? 

1 - none 

2 - 1-10 ' . 



3 - 11-2,0 '■ 

4 - 21-30 

5 - 31-40 

6 - 41-50 

7 - over 50 

8 - replacements only 

9 - no idea/DK 



ERIC 



28c. New employees in 1977? 

1 -- none 
1 - i-io' 

3 - 11-20 ' 

■ 4 - 21-30 ■ 

•■\ 5 - 31-40 

6.-- 41-50 

7 - over 50 

8 - replacements only' 

9 - no idea/DK 

28d. New emplgyees in 1978? 

1 - none 

2 - 1-10 . 

3 - il-20 

■ 4 '- 21-30' 
5' - 31-40 

■ ., 6 - 41-50 „ , * 

7 - over 50 

8 - replacements only 

9 - no idea/DK 

29e, New employees in 1979? 

1 - none 

■ 2 -, 1-10 

4 - 21-30 

5 - 31-40 

6 - 41-50 

7 - over 50 

( 8 - replacements only 
' 9 - no idea/DK 
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29. How many employees without High School Diploma • 

1 - none 

2 - 10% approximately 

3 - 20% approximately 

4 - 30% approximately 

5 - 40% approximately 

6 - 50% approximately 

7 - more than 50% . 
9 - DK/NA 



30a, Expect to hire employees without High School Diploma 

1 - no 

2 - yes, 10% approximately 

3 - yes, 20% approximately 

4 - yes, 30% approximately 
5'- yes, 40% approximately 

6 - yes, \50% approximately 

7 - yes , ^over 50%^ . ' • 
9 - DK/Na 

30b^ Special Skills if no dipl^oma 

1 - salesmanship 

2 - secretarial/office skills 

3 - Tnechanical/techpical ' - 



■^4 V- socTal ' service 

5 - data processing 

6 - none 
9' - DK/NA 
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Jl . Current company programs 

1 - secretarial/office sk'ills 

2 - mechanical/ technical ' 

3 - .management/business 

4 - social service ' 

5 - psychology/interpersonal relationships / 

6 - salesmanship 

7 - data processing 

8 - on-th.e-job training 

9 - DK/NA . ' " 

32a. Adequacy of training by educational institutions 

^ 1 - yes, educational institutions are adequately training 
employees 

"2 - no, "need training in management 

3 - no, need training in secretarial skills 

4 - no, need training in salesmanship 

5 - no, need training in technical area/mechanical area 

6 - no, need training in social service 

7 - no, neqd training in data processing 

9 - DK/NA • . ... 

\ 
\ 

I 

32b. Amount of training company would do 

1 - 10% (approximately) 



2 - 


2Sr% 


3 - 


50% 


4 - 


751 


5 - 


1001 


.6 - 


none 


9 - 


DK7NA 



3'3. Characteristics of good employee 

(Not coded because of open-ended responses.) 




55- 



ERIC ^ 



APPENDIX D 

< 

TABULATED RESPONSES ' 
TO 

BUS I NESS/ INDUSTRY SURVEY INSTRUMENT 



er|c 



56- 



64 



TABULATED RESPONSES 
■. TO • 

BUSINESS/ INDUSTRY SURVEY INSTRUMENT 

Manufacturing Product/Service Provided 
; by 

Business/Industry Surveyed 



Agriculture, Mining, Construction 7^ 

Manufacturing, Soft 24 

Manufacturing, Hard 33 

Transportation, Communication, Utilities 5 

Wholesale and Retail trade - 24 

Finance . ' ^ 

Medical, Health,' Education, Legal 19 

Government , 13 

Total Business/Industries Surveyed . 127 



Ques.tionJ^-r_.How^-many--^ullj^time^employee,s. were on. your payrbXl 
' a year ago (.January, 1974)? 

Full-time Employees 1974 ' 

No, of .Firms/Agencies' 



A. Under 50 20 

B. Approximately 150 75 
Approximately 300 * 19 

D. Over 450 r> • 



-57- 

65 



Question 2 - How many full-time employees are on your payroll 
at the present time? . ^ 

Full-time Employees. 197^, 



A. Urtder 50 ^ 

B. Approximately 150 

C. Approximately 300 

D. Over 450 



No. of Firms/Agencies 

26 . • " 

68 . 

22 

I'l' 



Question 3 § 4 - How many part-time employees were on your 

payroll a year ago? How many at ^the present time? 

Part-time Employee.s \ 



1974 



197S\ 



Yes 
No 



86 
40 



86 
40 



Question 5 - What is your minimum hiring age? 



Number Percen t 

16 - 18 years old 121 95.3%' 

19 - 25 years old , 6 4.7% 
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"Qjiestioh 6^- Do , you hire only males ^ only females, or both? 



t ^ Number Per cent 

c • — . ■ 

l Males Only .4 3.1% 

Females' Only 3 2.4% 

Both 120 - 94 .•5%, 

\ 

t- » . ^ 

I 

0 



Question 7 - What is your minii^um educational level (years 

school completed) for employees? . 



l^umber ' Percent 



Below High School Diploma 112 88,2% 

"RTgh School^GraduaTe^s--— r H-^ --;-H-04 
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Question 8 - What is the desirable educational level 


for new 




employees? 

< . > 








a . professional 








b. Some graduate school 








c. 4-Ytear college graduate 








d. 1-3 Years^of college fbusiness school. 


etc:) 




e. High school graduate 


• 


- 




• 

!• XK) - 1 X lears oi scnool 








g. 7-9rYears of school • 

h. , 4-6 Years of school 


-, 


« 


• 




Number" 


% 

• » . 

Percent . . 




• 'Less than HS^ Graduate 


9 . ; 


. .■ 7.U ' 




. L^ss than HS; HS Graduate 


".2 


' 1.61 




Less than HS-; HS Grad. Ass.oc. 
(Certificate;' college degree 


3 


2-.4% ■ . 


• 


' Less than HS Grad.; HS Grad.; 

college* degree ' < " . 


■2 . ■ 


1.6% 




' HS Graduate * • ' 

HS. G^rad,; Assoc. Certificate; 
V ^ . cGTlege degree 


83 . 
11 


65.41 • ■ 
8.71 

r r*ft. 


• - 


HS Grad.; college de'gTeie" r — ^ — — 

Associate certificate 


- 7 

1 


5..-5.? — 

.81 




r\v / XT A 

UN/NA ^ 

\ • 


9 

* 


7.11. . ■ 
- 3 




* * 

^ * ♦ 
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Question 9 - Is experiene-e required of 
' ^ ' * . Yes No 


new , employees? 


• 






/' If answer is yes, how many 


years experience is 

* 




• 


^ \ is required? 










1 


Number 


Percent 


* 




1 year approximately 


13- 


10.21 






^ 1-3 years 


6 


4 . n 






No experience 


106 


83.5|. - 


- 


4 


DK/NA ^ 


2 


1 . 61. 




V 

S » 


* ' * 

*< * 


* 








' ' •» 

» 1 ' 

Question 10 - How do you obtain your employees? ^ 








.None are primary sources 


Colleges * 


5 Jr. colleges 




* . ' Advertising 


Vocational tech* 


school 




' Friends / - ' . 


•'Walk- ins 








, ^ Employment service 


"uther (specify) 




" 


! Public schools referral 










» 


♦ 

Number , 


Percent 






None are primary source 


i . ■ 








Advertising 


' 15 


I'l. 81 

t • 






Friends and relatives 


11 


- 8.7% 






Employment service 


■'■34 


26.8% 






Colleges/jr. colleges 


6 


'4.71 






Vocational schools 


■ 1 


- .81 


~ -> 




" " Walk- in? 


53 


41.7% 






Others (include Civil Se^fvice) ^ 


6 


-4.71 




. V * 

■ ERLC 




It 


• 


I' • - 



Question 11 - What percent of your employees are from outside 
your- county? . ' 







Number 


Percent 


None^ 




35 


.27.61 


«■ 

1-2 Percent 




3.2 


25.. 2% 


3-4 Percent 




5 


3.. 9% 


5 - *10 Percent 




31 


24 .4% 


Ove.r 10 Percent 




19 . 


15.0% 


DK/NA 




5 ■ 


3.9% 



Question 12a 5 b. - Do you have a high rate of turnover in your 

entry level employees? 

If yes,, do you feel that prior training in. 
■ certain field would prevent the turnover? 



Yes, and decrease with prior 
training 

Yes , but uncertain' if. decrease 
with* prior training 

No turnover ' / 



Number 



IS 



37 
75" 



Pe rcent 

11.8% 

29. 1% 
59.11 
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Question 12c - What training would you recommend? 

Number 



) On-the--job 

Technical/crafts 
Secretarial/Business Machines 
Relationships/ interpersonal 
DK/NA 



^ / 
16/ 



104 



/ 



Percent 

. 2.4% 
12.61 
1.61 
. 1.61 
81.9% 



/ / 
Question 13 - What /do you think a trained employee in your 

field of employment should expect as an entry 



•level wage? $ 



per month, 



In29 
B29 



/ 



$330 
$430 

$"530 - ^29 ' / 
$630 - p9 • / 

$730 and over / 

No estimate for various reasons. 



Number 

63 ; 

28. 
5 
2 
7 



Percent 



o 

% 

22.0% 



49.6?- 



1.6% 
5.5% 
.17.3% 



* i 



t 

I 



4\ 



71 
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Questidn. 14 - Do you have a retirement plan for all employees? 

Yes 

No . ' 



If yes, explain: 



' * Number Percent 

Yes 8'2 • 64.6% 

« 

No 45 35.4% 



Question 15. - Will new employees age 55 and older be eligible 
' - for your retirement program? 

.Y6S 

No 



If no, explain 



Number Percent 



Yes ' ' ' . 58 . 45.7% 

'''' - ^ 21 .16.5% 

DK/NA ■ ' ' 48 37.8% 
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Question 16 - What is the average age of your employees? 
years of age. 



20 
30 



29 of age 

39 years of age 

40 - 49 years of age 

59 years of age 



50 

dk7na 



Number 


Percent 


' 12 


9.4% 


53 


41.7% 


49 ■ 


38.6% 


3 


2.4% 


10 


7.9% 



Question 17 - In the past year, what p|rce;fitage of missed work 
days was due to heal t h^^P'^ Qfe^*^ ^ ^ . ^ 

i ^ I 

Number . Percent 



None 1 -8% 

. Below 10 percent 44 34.6% 

25 Percent 6- "4.7% 

• 50 Percent 17 13.4% 

75 Percent ^ 27 21.3% 

100 Percent- 21 16.5% 

DK/NA 11 8.7% 
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7 - , , 

Question 18 - Is your firm accessible by ^public transportation? 

Yes' 

No 



If yes, give proximity: 



Number Percent 



Yes, approxiipately 1 block 34 ' 26,8 

Yes, walking distance* 19 15,0 

No, but plant is in Metro Area 28 22,0 

Plant not in Metro Area 46 36,2 



Question IH - Does your firm have training for new employees? 
Yes (Please list the kinds of training you have,) No 



Number Percent 



Yes 110 . 86,6% 

No . 14* 11,0^0 

DK/NA 3 2,4^0 



\ 



-66- 



ERIC 



74 



Question 20 
Yes 



- Does your firm have any problem finding qualified 
employees? 

(What specific jobs are involved?) No 



Office Skills/Secretarial 

Office Skills/S-ec. Technical 

Office Skills/Sec; Social 
Service/Management 

Technical/Mechanical 

Technical/Mechanical;. Social Service 

Technical/Mechanical; Social Service; 
Professional 

Technical/Mechanical; Management 

Technical/Mechanical ; Salesmanship 

Technical/Mecfianical ; Professional 

Social Service 

Management 

Salesmanship 

Professional 

No problem finding employees 



Number 


Percent 


4 


3.1% 


2 


1,6% 


1 


. o % 


39 




1 


..'8% 


1 


.8% 


2 


1.6% 


2 


1.6% 


1 


.8%_ 


1 


' .8% 


1 * 


.8% 


1 


.8% 


6 


4.7%' 


65 


51.2% 
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Question 21 - Would you like to see your prospective employees 

better trained in any skill? 

,Yes^ (In what specific'way would you like No 

to see them prepared?) , % 



Peifp'^nt Number 
% - 



Office Skills/Secretarial 


10 


7 


.91 


Office Skills/Secretarial; Technical 


2 


1 


.61 


Office Ski lis /Secretarial ; Technical ; 
Social Service! Management 


1 






Office Ski 1 1 s /Seer e tar i al ! Technical! 
Management 


2 


1 


.6% 


Office Skills/Secre.tarial ; Social 
Service; Professional 


1 




.81 


Office Skills/Secretarial; Management 


2 


1 


.6% 


Technical/Mechanicoi 


45 


35 


.4% 


Technical/Mechanical; Social Service 


1 




.8% 


Technical/Mechanical ; Management 


1 




.81 


Technical/Mechanical ; Salesmanship 


3 


2 


41 

< 


Social Service 


3 <3 


2 


.4% 


.Management 


1 




81 


Management; Salesmanship 


1 




.81 


Salesmanship 


4 


3 


2% 


Professional 


• 9 


7 


11 


Better training not necessary 


39 


30 


7.% 


DK/NA 


2 . 


1 


61 
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Question 22a § b - Do you currently have a job opening that 

you have been unable to fill from withii) 
your organization due to lack of training? 

Yes «. No 

If yes, ''how many? 



Number Percent 



Yes, under 5 positions 18 14.2% 

Yas, under 10 positions 4 3.1% 

Yes, more than 15 positions 104 81.9% 



Question 22c. - What is the type of training required? 



Number Percent 



Secre^tarial 


2 


1.6% 


Technical 


3 


2 . 41 


Technical; Mechanical 


3 


2.4% 


Technical; Mechanical; Professional 


2 


1.6% 


Technical; Professional 


1 


.8% 


Mechanical 


3 ■ 


2.4% 


"Mechanical; Professional 


1 


.8% 


Professional * 


7 


5.5% 


DK/NA 


105 


82.7% 
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Question 22d 
Yes 



If yes, would you be willing to help your 
employees meet the tuition expense? 
• •■ No- 



Number Percent 



Yes 
No 

DK/NA 



8 

13 
106 



6.3% 
10.2% 
83.5% 



Question 23a 5 c 



Would you send- or encourage one of your 
employees to attend a course in the training 
areas y,ou mentioned above if one were taught 
at a convenient time and place here in 
(.city) ? Yes_ No 

If yes, would" you be willing to help your 
employees meet the tuition expense? 

Yes • No " 





Number 


Percent 


Yes, help with tuition 


48 


37.8% 


Yes, and not help tuition 


24 


18.9% 


No, and not help tuition 


17 


.13.4% 


DK/NA 


38 


29.9% 



70- 
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Question 23b. - I£ yes, what do you consider a convenient 

time? 



Number Percent 



.During worl: hours 
After work hours 
No preference 
DK/NA 



5 
54 
11 
57 



3.91 
42.51 

8.7% 
44.91 



Question 24 



Of the technical skills and professional 
competence required for your operations, which 
need better training programs in colleges or 
technical schools? , • . 



None 



Number Percent 



Tecjinical courses 

College courses 

Both Technical and college 

None 

DK/NA 



62 
8 
15 
38 
4 



48.8% 
6.3% 
11.8% 
29.9% 
3.1% 
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Question 25 
Yes 



Does your firm train presently employed personneT 
for the purpose of promoting or advancing them? 
(What jobs are involved?) * No 



If yes, would you rather have these people trained 

by a formal institution such as a college or technical 

school? 



• * 


Number 


Percent 


Yes, and trained in schools 


51 


40.21 


\es, and prefer on-the-job training 


48 ■ 


37.8 V 


No, and prefer trained. in schools 




4 ,7 % 


No, and no training in schools 


/ 15 


li.8% 


DK/NA 


7 


5.51 



<3> 



ERIC 
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/ 

Are. there specific training courses that if 
taught by a vocational school ot Qollege would 
benefit your firm? 

(What specific courses do you No fj 

have in mind?) 



Number Percent 



None 


26 


; 20. 


5% 


Business/Management 


4 


.3. 


n 


Business /Management ; Secretarial/Office 
Skills 


2 


1. 




Business/Management ; Secretarial/Of f ice ; 
Computer Programming; Technical 


1 ' • 


• 


8% 


Bus in ess /Management ; Secretarial/Office ; 
Technical 


1 




8% 


Riis ines s /Mana pemen t ! Sec'^'=*taTial/Of f ice i 
Technical ; Psychology/ Interpersonal 
Relationship 


1 


: 


81 


Business /Management ; Technical /Mechanical 


3 


2. 


4% 


Bus in ess /Management ; Technical ; Salesmanship 


2 


1. 


6^0 


Business/Management; Technical; Salesmanship; 
Other 


1 


• 


.8% 


Business/Management ; Psychology ; Interpersonal 
Relationship ; Salesmanship 


2 


1. 


6% 


\ Business/Management; Other 


1 




81 


\ Secretarial/Office Skills 


5 


3. 


9% 


.Spr TP t ar "1 a 1 /Of f i ce • Comnutpr Propramminp 

^ tij ^ ^ L w ^ CL L ^ U JL f V/ JL JL JL, \^ \y y \J \J 111 ^ \A L A & w ^ & LA llllll^ 11 ^ 

.Sprrptarial /Office • Technical /Mechan ical 

tij ^ L W ^ U L ^ U JL / , V/ JL JL ^ W ^9 Aw W 1111^ W LA JL ^ 1 ■ W W 1 1 LA 11^ W LA JL 


1 




8% 


4 


3. 


1% 


Secretarial/Office ; Technical /Mechan ical ; 
^ Psycho logy/ interpersonal Relationship 

Secretarial/Office ; Psychology/ Interpersonal 
Relationship 


1 




8% 


2 




6? 


. Secretarial/Of f ice ; Salesmanship 


1 




•8% 


Computer Programming , ^ 


1 




8 % 


Technical /Mechan ical 


41 " 


32. 


'3%' 


, Technical/Mechanical/ Psychology/ 
Interpersonal Relationship 


2 


1. 


'6% 


Technical /Mechan ical ; Sales man sftip ; 
Engineering , 


1 A 


/ 


8% . 


Technical/Mechanical ; Engineering 


7 




51 


Technical/Mechanical ; Other (includes 
Nursing § Law Enforcement 

-73- 


3 


2. 


4^0 



Question 26 - 
Yes 



Question 27a - Which do you think is the major problem for 

businessmen in the area of hiring ,new employees? 



No Problems 
Ndt qualified 
Salary (Expect too much) 
Economy Sliding 
Welfare system 
Dependabi lity- Hones ty 
Lack of interest by employee 
Turnover 
Competition 
DK/NA 



Number ' Percent 
14 

36 ^ 

6 

5 

1 
13 
31. 

4 

8 

9. 




10.2% 
24.41 



3.1% 
6.3% 
7.1% 



ERIC 
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<)uestion 27b - How could this, problem be solved?_ 



Number Percent 



No solution 

Train program increase 
Wage ceiling .needed- y. 
Economy healthier ,j, >- 
Welfare 

Change Society/Morals, i 
Motivation 

Change hire practice^ in-house 

Higher wages 

DK/NA 



1 

27 
1 
6 

20 
2 
8 
6 
7 

49 



.8% 
21.3% 
.81 
4.7% 
15.7% 
1..6I 
6.3% 
•4:7% 
5. 5% 
38.6% 



ERIC 
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83 



t 



Question 28a. - How many new emprloyees do you plan to hire 

each year for the next five years? ' 
'75 



Number Percent 



None 




1,5 


11.81 


1-10 employees 




27 


21.31 


11 . " 20 employees 




. 11 


8.71 


31 - 30 employees 




9 


7.11 


31 - ^40 employee's 




2 


1.61 


,41-50 emp/loyee,s 




3 ' 


2.4%, 


Over 50 employees 




13- 


10.2% 


Replacements only" 




27 


21.3% 


DK/NA ^ ' ' . 




20 


15.7% 



ir 
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Question 28b - How many new 



employees do you plan to hire 
each year fojr t^he next five years? 
•76 ! 



Number Percent 



i 

None ' * 

1-10 employees 
11 -* 20 employees 
21 - 30 employees 
31 - 40 emplo^^ees 
41 - 50 employees 
Over 50 employees 
Replacements^ only 
DK/NA 



13 


10.2% 


28 


22.0% 


14 . 


11.0% 


6 


4.7% 


•2 


1.6%' 


5 


. 3.9% 


9 


~. 7.1% 


28 


, 22.0% 


22- 


17.3% 



ERIC 
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8^ 



c 



7: 



Question 28c. - How many new employees do you plan to hire 

for. the next five years? 
'77 




Number Percent 



None 13 ¥0.2' 

1-10 employees 28 22.0 

11 - 20 employees 14 11.0 

21 - 30 employees 6 , ^ 

31 - 40 employees ^ 4 3.1% 

41 - 50 employees 4 3.1? 

Over ..50 emp^loyees ^ ^8 6.3% 

Replacements only > 28 22. ,0% 

DK/NA ^22 17.3% 



'0 
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Question 28d* - How many new employees do you plan to hire each.- 

year for the ne'xt five years? 
'78 

Number^ Percent 



None 


14 


11.0% 


1-10 employees 


24 


18.9% 


11 - 20 employees 


• 13 


. 10.2% 


21 - 30 employees 


" 7 


5.5% 


31 - 40. employees *• 


1 ; 


...8% 


41 50 employees 


3 


2.4% 


Over 50 employees ^ 


9 


7.1% 


Replacements only 


28 


22.0% 


DK/NA . 


28 


22.0% 



V 



0 




Question 28e, - How many new employees do you plan to hire each 

year for the "next five years? / 



Number Percent 



Non'e . 


14 


, 11.01 


1 - 10 employees 


'■ - 24 


, 18.9% 


11 - 20 employees 


12 ' 


9.4% 


21 - 30 employees 


8 


6.3% 


31 - 40 employees 


1 


.8% 


41 -50 employees 


3 


2.4% 


Over 50 employees 


■ . 9 


- 7.1%. 


Replacements only 


28 


22.0% 


DK/NA 


28 


22'.p% 




Question 29 - How many o£ your present employee? do not have a 
high school diploma or equivalent?^; 



None ' 

Yes, 10 percent 
Yes, 20 percent 
Yes^ 30 percent 
Yes, 40 percent 
Yes, 50 percent 
Yes, over 50 percent 
DK/NA 



Number Percent. 



9 


7.1% 


41 


32 .3% 


12 


•'9;4%- 


9 


7.1% 


6 


4.7% 


15 


• 11.8% 


13 


10. 2%' 


22 


17.3% 



Question 30 - Do you expect to hire employees with less than a 
high school diploma or equivalent in the future? 



yes 



no 



No 

Yes, 10 percent 
Yes, 20 percent 
Yes, 30 percent 
Yes , 40* percent 
Yes, 50 percent 
Yes, over 50 percent 
DK/NA 



-81- 



Number Percent 



89 



20 


15. 


7% 


42 


33 


1% 


14 


11. 


0% 


7 • 


5 


.5% 


1 




,8% 


23 


18 


.1% 


8 


6 


.3% 


12 


9 


.4% 



Question 30b. - If yes, what special skills or training would 

you require of these employees? 

Number Percent 



Salesmanship; Secretarial/Office Skills; 



Technical 


3 


2 


.4% 


Salesmanship; Mechanical /Techncial 


1 




.8% 


Secretarial/Office Skills 

< ft 


3 


2 


.4% 


Secretarial/Office Skills; Social Service 


1 




.8% 


Se.cretarial/Office Skills; Mechanical/ 
Technical 


2 


1 


.6% 


Secretarial/Office Skills; Technical; 
Data Processing 


1 




.8% 


Secretarial/Office Skills; Social Service 


1 




.8% 


Mechanical /Technical 


24 


18 


.9% 


Mechanical/Techncial ; Data Processing 


'l 




.8% 


Social Service 


2 


> 1 


.6% ' 


None 


52 


40 


.9 \ 


m/NA 


36 


,28 


.3 - 



6 



r, 

0 



/7 
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Question 31 



List present training programs which you feel 
contribute .to the success of your operS'tion and 
i%^' employees : 

Number Percent 



None 

Secretarial/Office Skills ^ 

Secretarial/Office Skills; Mechanical Te^chnical 

Secretarial/Office Skills; Technical; 
Management/Business 

Secretarial/Office Skills; Technical; 
Salesmanship 

Secretarial/Office Skills; Management/Business; 
Psychology/ Interpersonal Relationship 

Secretarial/Office Skills-; Social Service 

Secretarial/Office'Skills; On-the-job Training 

Mechanical/Technical 

Mechanical/Technical ; Management/Business 

<& 

Mechanical/Technical ; Management/Business ; 
On-the-job Training 

MecTianical/Technical ; Social Service 

Mech-anical/Technical; On- the.- job Training 

Management /Business r 

Management/Business; Social Service 

Managements/Business; Social Service; Psychology/ 
Interpersonal Relationship 

Management/Business; Social Service; Data Proc. 

Management/Business ; Psychology/Interpersonal 
Relationship 

Management/Business ;^ Psychology/Interpersonal 
Relationship; Salesmanship f 

Management/Business ; Salesmanship 

Managemant/Business ; On-the-job Trainii)g 

Social Service ^ ^ 

.Social Service; Psychology/Interpersonal 
■ " Relationship 

Psychol ogy/Inte^rpersonal Relationship 

Psychology/ Interpersonal ^Relationship ; 
On-the-job Training 

Salesmanship 

On-the-job Training 

DK/NA 

-83- . 9^ 

A 



1 

•1 

3 



1 
1 
1 
6 
2 

2 
2 
6 

-7- 



.81 
.8.1 
2.4% 

.8r 

• .8V 

.8% 
.8% 
.8% 
4.7% 

r.6% 

.1.6% 
1.6% 

4.7% 

-z: — 



8% 



.8% 
.81 



1^ 


.81- ' 


1 


.8% 


1 


.8% 


2 


1.6% 


5 


3'. 9% 


1 


.81 


2 


1.6% 


1 


.8% . 


1 


.8% 


49 


38.61 


25 


9.7% 



Question 32a 



From your experiences do you feel that the 
educational institutions in this area are 
adequately preparing prospective employees to 
meet your needs? 
Yes No , 

If no, in what ways should they be better 
prep.ared? 



/ 



Number* Percen't 



Yes, educational institution train employees' 


94. . 


74 


.01 


No, need training in Management 


- 1- 




r8-%-- 


No, need training in Management, Social 
, Service; Technical 


1 




.81 


No, need' training in Management, .Salesmanship 


1 




.81 


No, need trainin^g in S.ecretarial Skills; 
Technical 


1 




.8% 


No, need training in Technical/Mechanical 
area 


23, 


18 


.11 


No, need training in Technical/Mechanical 
<»'area ;' Social Service . , 


..1 


« 


.81 


No, need training in Social Service 


2 


1 


.61 


•DK/NA 


o3 


2 


A% 



ERIC 



Question 32b. - If no, how much of this training would you 
• ■ do? 



Number Percent 



• 10 percent 
50 percent 

100 percent 
None 
DK/NA 



4 

2 

lb 

5 

106 



3s 1% 
1.6% 
7.9%' 
3. .9% 
83.5% 



V 
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erJc 
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Question 33 



Would you please. list the most important 
characteristics of what you consider to be a good 
employee? Be as complete as you possibly can and 
you are complete free in your responses! ^ 



MOST, IMPORTANT CHARACTERISTICS OF GOOD EMPLOYEE 
Honesty 

Dependability, Loyalty/Dedication 
Job Jnterest/Conscientious 
Willing to Work ^ 
Willing to Learn/Cooperative 
Well-Trained 
Re sponsible/ Re Li able 

Attendance, ^Ability to Get Along With Others 
Punctual 

Good Attitude, Self Motivated/Initiative 
Neat; Appearance 

hrienaiy ' 

Apt^ tude 

Highest Educational Attainable/Good Healtli) 
Ambition • ^^r^ 
Personality, Past Work Experience 
Energetic, Stability, Aggressive 
Integrity . . 
Flexible., Sjncere 
High Morals ' 
Tactfux 

Ability to Communicate 

Mature, Patient, Conservative/Thrifty 

^ <. 

Respect for Superiors, Analytical., Sober, Safety-, 
Minded, Young 

Self-Respect, Minimum Educational Level for Position, 
■ . No Police Driving Record, Married Woman - 40 yrs . Old 



/ 



59 
45 
40 
33 
32 
31 
28 
26 
23' 

/s 

17 
15 
14 
12 
11 
10 
9 
8 
7 
6 
5 

.4 

3 



ERIC 
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APPENDIX E / 

LISTING OF JOB OPENINGS 
■ CURRENT ^ ' 
AS OF JANUARY - -FEBRUARY. 1975 

\ ■ 
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UNCLASSIFIED LISTING OF JOB OPENINGS 



IN 



BOSQUE, FALLS, HILL and McLENNAN COUNTIES 
January - February, 1975 



Number 

t ' . 
5 

3" , 

1 

X 

r 

8 

1 ' 

1 

1 

e' " 

^-r— 



4 

3 , 
2 
7 
1 
1 
3 
1 
6 
2 
2 
1 
1 
4 
'1 
1 
1 



Job. Description 

Accounting 
Foreman/ Supervisors 
Printers/Pressmen 
Production Machine Operator 
Laborer 

Boiler Operator 
Salesmen 

Concrete "Technician 
Maintenance Trainee 
Truck Maintenance o • 
Truck § Semi Drivers 
- Mcch a ni "cs 



RN's ^ " ^ 
LVN^s 

.Lab Technicians 

Power Sewing Machine Operators 

Machine Mechanics 

Power Embroidery Operator 

Draftsmen . , - 

Estimato^r - \C ' * 
^ Welding ' V • ^ * 

^ Vending Machines \ 

'Bottling Production o'^ 

Teleph'one Communica^t^ions 

Engineers 
• Business Management 

Butcher Trainee 

Real Estate ^ ' 

General Management 



erJc ; 



•88 



96 



Number 

1 
1 
.2 

)1 ■ • 

P 

. 1 
1 
4 
l" 



ERIC 



1 

6 
4 
.2 

' 2 
3 

I 

. 1 
' 1 
'l 

2 

2 
2 
- 1 
1 

•1 

• 1 
1 

. 1 
■ l' 



Job Desclription 
Doctor 

Bilingual Teacher 
Special Education Teachers 
Custodian ^ 

* Bus Driver 

♦ Small Appliance Repair 
Air -Conditioning/Heating 

• ' Plumber 

Chemist j • - 
■ Book Binder 

Computer Pr^gramm.er 

Steel E stAjxta-tox^ 

Structural Lay-Out^ 

Steel Detailer 
.Blueprint* Reader ,^ • . 

Milk Processing 

Meat Cutter 

Locksmith ' . . 

Secretaries 

Electronics Skills ; . . 

Public Relations ' ^ ' 

Office Machines Useage 

Electrical Maintenance ' ' 

Woodworking. Machine Operatp|f»*^ * -i.f 
^ Window Glazef 

Editorial Writer " r ' 
^ Construttion Traih*e'e /.^ ' ^w*'*^ 



\* »(»• f 



It' *• 



Painters 
Tailors. 



' Warehou^einah'' ' ; , ' ? ' 

Keypunch ' ^-^ i / ? ' " 

' Watex^^SewQr./Ma,n . ' ; 
fiakdf/Cook, * ' . J 

; . Cutter . . J, .'^ / ' 



■Pait^^tetn -^lakeil ' 
• 'Grader i 



I 

If 
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Number 



Job Description 



1 
1 
1 
1 

3 
1 
1 
1 
1 
1 
1 
2 
1 
1 
1 
1 
1 



Law Enforcement 
Physical Therapist 
Inhalation Therapist • 
Diesel Mechanic 
Millwo.rkers 
Graphic Artist 
Mattress Builder 
Ane-sthetist 
Pharmacist 

Child Care MA § Ph.D. 
Auditor 

Tool § Die Makers 
Machine Shop Operators 
Electric Controller 
Die Cutting 
Upholstery 
Plastic Molder 



I 
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